The forces of globalization and subsequent trade across the borders have necessitated the firms to have their presence across the globe to meet the needs of their customers. The employees or expatriates will be sent on assignment to different countries for a period of time ranging from few weeks, months to years. This sudden exposure to the different environment not only makes these expatriates vulnerable to cultural shocks, but also may significantly affect their job performance. Their failure to acclimatize to the foreign conditions will not only hurt the confidence, career and life of the expatriate, but it will also cost a lot to the company. The present paper aims to understand of the process of expatriate adjustment in the Indian Information Technology (IT) industry by examining demographic variables and few organizational variables of expatriate's adjustment process. A structured questionnaire was distributed to the expatriate employees working in 50 IT companies in the Silicon city, Bengaluru. The study uses Chi-square test and linear regression for testing the hypotheses and found that there is a significant influence of demographic variables like gender, work experience and length of assignment on acclimatization of expatriates to their host country culture. The findings of the study proved that there is a significant relationship between demographic variables and the cultural acceptance of the expatriates. Hence, it is suggested that multinational companies should create an enabling environment within the organizations to make international assignees compatible and comfortable with different cultural values and inculcate cultural acceptance to make them successful in their international assignments.
INTRODUCTION
As the involvement of organizations in the international market increased, they are facing new human resource challenges and crisis, which are different from their conventional domestic human resource management. Business exposure to the global market and overseas assignments require executives and managers who can effortlessly mingle and operate successfully in different socio-cultural and environmental scenarios. But their success in overseas assignments has been tied down to their ability to deal with different socio-cultural background in host countries. Their inability to manage and cope with the different socio-cultural surroundings may result in stress, anxiety and radical decline in their job performance. Many of the empirical studies conducted on the subject report that when compared to the expatriates who adjust better, maladjusted expatriates' performances have been found to be well below the expected levels and hence are more likely to be withdrawn from their assignments before its completion (Caligiuri, 1997; Shaffer & Harrison, 1998) . The negative results have an impact on the business firms in terms of its performance and in-vestment. It has always been a major challenge for the employees to work in a culturally different environment. Inability to speak the local language, lack of cultural knowledge, and the obstacles faced by the self and the spouse to adjust to the new culture are some of the important causes of the failure of expatriates (Briscoe & Sculer, 2004; Dowling & Welch, 2005) . In order to avoid such issues related to human capital management in the multinational corporations, the researcher conducted an empirical study on the expatriates working in Indian IT industry (geographically limited to Bangalore region) to answer the following questions:
1. What are the demographical variables that affect the acclimatization of expatriates in the Indian IT industry? 2. What is the current condition of expatriates with respect to the acclimatization period across the IT companies in Bangalore? 3. How do career support practices influence the expatriates in adjusting to the work environment of the host country?
A literature review focusing on the key concept of "acclimatization of expatriates" that includes the reasons for expatriation and the expatriate adjustment cycle and then explains the factors that can facilitate rapid expatriate adjustment to the host country culture was conducted. The term 'host country' in the present report refers to India, as the study was conducted on expatriates working in Bangalore, a city in the state of Karnataka in India. The findings of the empirical study based on online survey using structured questionnaire on the "Acclimatization of Expatriates" was presented, followed by a detailed explanation of the key factors that influence the initial expatriate adjustment to the host country culture. Based on the study results, suitable suggestions were provided to the IT industry to facilitate rapid acclimatization of expatriates.
LITERATURE REVIEW
Studies on expatriates are relatively new and have received wider attention and interest of both academicians and researchers across the world. The concept of expatriate family cross-cultural adjustment was introduced by Cleveland, Mangone, and Adams (1960) while examining the challenges faced by the families residing in foreign nations. Hays (1974) later investigated the various factors that contributed to the success and failure of international assignees and concluded that their work performance depended greatly on whether they were married and with a family or not. The main reason for the adoption of expatriates by different countries is to gain from their technical expertise, management development and organizational development (Edstrom & Galbraith, 1977) . Sometimes expatriates were sent as a liaison to bridge the gap between the foreign subsidiary and its headquarters based in a home country (Kobrin, 1988) . Likewise, job factors, relational dimension, motivational state, marriage and family, and language skills were found to influence the job performance and success of an expatriate (Ronen, 1989 ). Expatriates are not only the vital cogs in the growth and development of multinational companies, but also are of individual value to the organization they work (Carpenter, Sanders, & Gregersen, 2001) . Although the overseas assignments accomplished by the expatriates are of great value for the companies, it has to be borne in mind that the complex nature of expatriate assignments may result in the expatriates not being able to meet the programs goals. Studies show that failure rates associated with expatriate assignments are between 25% and 40% (Sanchez, 2000) . The cost of a single failed expatriate assignment ranges between $250,000 and $1,000,000 (Vogel, Van Vuuren, & Millard, 2008 ).
These overseas assignments may fail due to an earlier return of the expatriate, inability to achieve assignment objectives, subpar performance and host country problems (Cendant, 2001 
METHODOLOGY
The participants of the study were employed in 50 different IT companies situated in Bangalore, Karnataka. Only the expatriate employees were sent a survey questionnaire along with two reminders to optimize the response rate. However, out of the 500 survey mails sent, only 300 responses were received accounting for a response rate of 60%. The study sample represented expatriates of 42 nationalities as shown in Table 1 . A majority of the respondents were from Australia and the United States. 
Sampling
Among a total of 300 expatriate respondents, 34% were female respondents. The average work experience of the sample respondents was 8.5 years.
Around one-third of the respondents were sent on at least one previous international assignment earlier, while around 30% of respondents had completed two or three assignments prior to their present assignment.
The questionnaire used for the study was developed after an extensive review of relevant literature. Likert scale type of questions were framed after an objective review of literature, so that they describe the study variables accurately. The questionnaire consisted of AA questions in total with BB questions for each variable.
A pilot study was conducted with 40 respondents before going for the main data collection and they were requested to scrutinize the questions and make suitable suggestions. The responses of the pilot study were discussed with a group of three consultants in order improve the questions. The questionnaire was thus corrected by eliminating the sensitive, redundant and leading questions.
Theoretical framework
A theoretical framework has been developed to assess the role of three important factors on expatriate's acclimatization, i.e., demographic factors, work related factors and organizational factors. Each of the above factor is further divided into five major independent variables, i.e., demographic factors are subdivided into gender of the expatriates and their work experience; work-related factors are divided into area of work or sector and the length of the assignment in the host country and organizational factor is divided is assumed to be made up of the career support services provided by their employers. The impact of each of these five variables on the time taken by the expatriates to acclimatize in the host country, i.e., the dependent variables is subsequently analyzed.
The theoretical framework of the study is derived from different studies dealing with factors impacting expatriate acclimatization and general observations made by the researcher. Relationship between the variables can be shown diagrammatically as follows:
Further, based on the theoretical framework of the study, five hypotheses were developed. Hypotheses development was preceded by a thorough review of literature, which has been briefed in the following paragraphs.
First and foremost, the dependent variable, i.e., acclimatization of the expatriates was measured as the time taken by the expatriates to adjust and familiarize with the new job and work environment.
The hypotheses of the study were developed after a detailed review of past literature regarding expatriate acclimatization. There are no studies dealing with the role of gender in acclimatization; however, in the course of the informal conversations the researcher had with the respondents of the study, it was noticed that most of them were of the opinion that the time taken by expatriates to adjust to the host country workplaces was the same for men (2008) found that, i.e., the international work experience of the expatriates enhanced their adjustment to the host country. However, as international experience does not essentially mean experience in the job role per se, it cannot be clearly said that work experience impacts acclimatization. Besides, there was also a limitation of studies that directly dealt with the role of on job experience in employee adjustment as most studies focused on job performance. In the backdrop of this dichotomy, the researcher developed Hypothesis 2, which posited that work experience did not have any impact on the rate at which expatriates acclimatize.
Similarly, area of work or the sector has also been found to impact expatriate adjustment in some studies. For instance, a study by Geetika and Gupta (2012) confirmed that the job role or the area of work of expatriates influences the rate at which they adjust to their overseas employment. Further, Kitler et al. (2011) also opined that expatriates with clarity regarding their job role adjust to their overseas workplaces better. However, the author realized a dearth of studies that examine the impact of sector of work on expatriate adjustment. Therefore, Hypothesis 3 was framed, which states that the host country acclimatization of expatriates is significantly impacted their area of work.
Similarly, the duration of overseas projects was also found to exert influence on the acclimatization of expatriates, albeit in a few studies. A study by Bonache (2005) confirmed that the duration of overseas assignments was one of the factors which impacted the expatriates' performance resulting in an intention to stay longer, i.e., adjustment. Similarly, Moulik, and Mazumdar (2012) also found that once expatriates get adjusted to the host country working environment, it becomes difficult for them to readjust to their parent workplace and suggested that by adopting rotation of employees on international projects, parent organizations can ensure ease of readjustment. However, as there was a limitation of studies that explicitly dealt with duration of assignment and adjustment, the researcher framed Hypothesis 4, which posited that the host country acclimatization of expatriates has significantly influenced the length of their assignment overseas. 
RESULTS AND DISCUSSION
The study used Chi-square test to analyze the impact of gender and work experience on acclimatization of expatriates in the host country (H1 and H2). Further, linear regression was used to test the other hypotheses of the study, i.e., the influence of area of work on acclimatization of expatriates (H3); the influence of length of assignment on acclimatization of expatriates (H4); and the influence of career support practices on acclimatization of expatriates in the host country (H5). The results of the hypotheses testing are presented in the ensuing section.
H1: Acclimatization of expatriates in the host country does not depend on their gender.
It can be seen from Table 2 that there is no significant difference in the time taken by male and female expatriates to acclimatize and a majority of both male and female employees took 10 to 15 days to adjust.. It was also observed from that there is no statistically significant association between gender and the time taken by the expatriates to acclimatize [p-value (0.459) > 0.05]. Therefore, it can be inferred from the table that both male and female expatriates needed almost the same duration to acclimatize in the host country. The quality of in-house training given in the multinational corporations (MNCs) to prepare employees for the overseas assignments also played a major role in reducing the gender difference in the process of acclimatization. Hence, Hypothesis 1 is accepted.
It is interesting to note that the male and female expatriates take the same time to adjust to a host country, as it contradicts the notion that women find it difficult to acclimatize. However, no studies were found to provide a literary backup to this finding. This hypothesis was formed on the basis of the inputs obtained by the researcher from the study area while making impromptu conversations with employees of various MNCs while administering the questionnaire.
H2: Acclimatization of expatriates in the host country does not depend on their work experience.
The study included people with less than two to more than fourteen years of work experience. It can be seen in Table 3 that work experience of the expatriates has a significant influence on their adjustment in the host country. It can be seen from is also clear that there is a significant correlation between the work experience and the time taken to acclimatize. Higher the work experience, less- er the number of days the expatriates need for acclimatization in the host country. Majority of the respondents (43.33%) have a work experience between 6 and 10 years and out of which a majority of them needed just 10-15 days for acclimatization. This can be attributed to their long stint of work experience, and their prior exposure to the international assignments in different countries.
In Table 3 the association between the work experience of employees and the acclimatization period needed for the respondents in host country can be explained. The findings from the above table reveal that there is a statistically significant association between the work experience of expatriates and their acclimatization period [p-value (0.000) < 0.05]. This significant association can be attributed to the fact that the respondents with relatively higher work experience will have better exposure, coping mechanisms and hence are less likely to become vulnerable to cultural shocks. On the other hand, the respondents with relatively lesser work experience may not have adequate exposure, experience and coping methods to deal with the cultural shocks during their acclimatization process. Hence, Hypothesis 2 is rejected.
This is in line with the findings of a study by Shaffer et al. (1999) who found that the expatriates who were well experienced in their job roles were able to adjust better to international projects. Thus, according to the findings and the existing literature, it can be concluded that work experience has a significant influence on the rate at which expatriates adjust to the host country work conditions.
H3: The acclimatization of expatriates in the host country is significantly influenced by the area of work.
The study intended to examine whether the expatriate's area of work played an important role in influencing their adjustment to overseas workplace. In order to study this, the study included people working in five different departments of the IT industry, namely, finance, hardware, human resources, operations and software. Table 4 presents the relationship between area of work and acclimatization of expatriates in the host country. The results revealed that area of work played a tangible role in improving the acclimatization level of the expatriates, albeit it could only explain 5.3% of the variation in the acclimatization (F = 16.548, β = 0.241, p = 0.000). This implies that there are various other factors which contribute to the acclimatization level of the expatriates, for example, motivation, nonfinancial rewards, etc. However, as the role of area of work had a significant impact, Hypothesis 3 is accepted.
This finding is in agreement with the observations made by Bhanugopan and Fish (2004) who found that the kind of job role and work responsibilities shouldered by expatriates, impact the extent of acclimatization. Therefore, on the basis of the findings of the present study and the observations made in previous research, it can be concluded that the area of the expatriates' work exerts significant influence on the rate of their acclimatization.
H4: The acclimatization of expatriates in the host country is significantly influenced by the length of assignment.
With regard to length of assignments, the study included people whose assignments in the host countries last from less than six months to more than 2 years. The relationship between length of assignment and acclimatization of expatriates in the host country has been presented in Table  5 . Length of expatriate assignment was found to be directly related to acclimatization, although the explained variance is small. Furthermore, it is evident from the results that there is a weak rela- tionship between the two, as only 3.4% of the variation in the acclimatization period of expatriates could be explained by the assignment duration. However, this result was significant with F value of 10.426. Therefore, Hypothesis 4 is accepted.
The above results are indirectly supported by a study by Downes et al. (2000) who found that the duration of overseas assignment plays an important role in the job satisfaction of expatriates. This can be extended further to imply that duration or length of assignment results in job satisfaction, which would help the expatriates to adjust to the job better. This is a clear indication that the length of overseas assignment indeed plays a major role in ensuring the expatriates' acclimatization.
H5: Career support practices have a positive influence on acclimatization of expatriates.
The career support practices included 8 parameters, which are, meeting job performance objectives of the host country firm; participation in designing and implementing the organizational goals of the host country firm; communication of formal tasks by the top management through proper channels; meeting specific job responsibilities of the host country firm; interacting with host country co-workers and promoting positive workplace relationships; forming relationships with the business clients of the host country; adopting to the business customs and norms of the host country firm, and the capacity of the HR department to provide necessary skills and training to perform the job well.
The relationship between the career support practices and acclimatization of expatriates is discussed in Thus, on the basis of the findings of the present study and previous researches, it can be said that career support services provided by the organization will definitely influence the expatriate adjustment to the host country culture which in turn optimizes their on-job performance. Moreover, it can also be said that perceived career support leads to increased loyalty, commitment and efficiency. Thus, the present study concludes that career support practices influence the expatriate acclimatization positively. 
CONCLUSION AND SUGGESTIONS
The current study aimed at understanding the acclimatization period of expatriates, which is very important for the multinational corporations to facilitate their adjustment process. The influence of selected contextual variables such as career support practices, length of assignment, and area of work was analyzed. The data were collected through a structured questionnaire from 300 expatriates working in 50 IT companies in Bangalore.
The linear regression results confirm the basic notion endorsed by Stahl et al. (2009) , Lazirova and Caliguiri (2001) , that acclimatization of expatriates is influenced by the host country work culture and career support practices. However, according to the present study, the relationship between acclimatization of expatriates and work culture, as well as career support practices is weak. This indicates that there are other factors that facilitate the acclimatization of expatriates leading to the smooth functioning of the departments. Therefore, the following suggestions are made on the basis of existing literature and the findings of this study, regarding reducing the time taken by the expatriates to acclimatize with the host country.
Firstly, the present study opines that the cultural acceptances plays a major role in expatriate acclimatization as it would lead to access of more resources with the locals willing to help the expatriates. This suggestion is in line with the findings of a study by Friedman et al (2009) where in it was found that when an expatriate accepts the cultural norms of the host country, the local co-workers and mentors will readily offer assistance, which can help the expatriate to understand and accept the culture. Therefore, cultural acceptance and expatriate acclimatization haven effectively cyclical relationship. Thus, the study suggests that helping the expatriates to accept the work culture of the host country firm can help in improving the rate of successful expatriate acclimatization.
Secondly, the study suggests that if a company has limited resources for providing expatriate supporting practices, individuals with an inbuilt personal ability to connect and work with people from different cultures can be selected for assignments, as these individuals are less likely to exchange their ideas with the company and have less expectation on expatriate supporting practices. Expatriates who are functionally fit, i.e., able to carry out their regular work-related and personal activities with ease, will gain a broader perception of the host country's culture, will be able to communicate better with the locals thus will be able to carry out the duties and responsibilities in a better manner. It is therefore suggested that the expatriate managers provide their international assignees a work environment, which exposes them to the cultural aspects of the country, thereby helping them adjust better and faster.
CONTRIBUTION OF THE STUDY
The present article makes significant contributions to the existing body of literature on expatriate management by focusing on emerging multinational companies that offer IT services. The study offers more meaningful insights on expatriate management in relation to organization-related factors such as career support practices, area of work and length of assignment that directly influence work adjustment. One of the important contributions of the study is the observation that gender does not play a role in expatriate acclimatization. The existence of a direct relationship between area of work and length of assignment with expatriate acclimatization period is another unique contribution of the study. Further, the study's focus on acclimatization of expatriates represents a novel value addition to the existing expatriate research literature.
